Abstract-Globalization
INTRODUCTION
Globalization is a non-stop economic process; individuals, companies or governments are always on the lookout for new processes or innovations--and so the economic and power structure of the world is never stagnant.
It is clear that in creation of innovations not only technology is important, but also people, culture and communication, etc. Under going globalization process the necessity to investigate global human resource development and its differences from domestic human resource development appears. The main aim of this paper is to explore the context of globalization on human resource development in developing countries the case of African countries. As we enter a new millennium, the effects of internationalization now known as globalization are everywhere apparent. This has played a major role in sustaining the economic expansion of the global economy in the second half of the 20 th century. Globalization is seemingly shrinking the planet as barriers to trade are dismantled, transport and communications costs fall, and global production systems are formed and managed by giant multinational corporations. Globalization can be defined as the ongoing economic, technological, social, and political integration of the world that began after the Second World War. There are several dimensions to this dynamic process, including the increased internationalization of economic markets, for example, in trade and financial capital flows. The rapid integration of the world economy through increased trade and investment, which has been fueled by new technologies, the spread of information and the growing importance of knowledge-based industries, provides the potential for opening up new avenues for human development.
II. HRMISSURE AND CHALLENGES IN GLOBAL DEVELOPMENT

A. Overview
The coming of the 21 st century globalization poses distinctive HRM challenges to businesses especially those operating across national boundaries as multinational or global enterprises. Global business is characterized by the free flow of human and financial resources especially in the developed economies of European Union (EU), the North American Free Trade Agreement (NAFTA), other regional groupings such as the Association of South East Asian Nations (ASEAN), the Economic Community of West African States (ECOWAS), the Southern African Development Community, (SADC) and East Africa (EA) respectively etc. These developments are opening up new markets in a way that has never been seen before. This accentuates the need to manage human resources effectively to gain competitive advantage in the global market place. To achieve this, organizations require an understanding of the factors that can determine the effectiveness of various HR practices and approaches. This is because countries differ along a number of dimensions that influence the attractiveness of Direct Foreign Investments in each country. These differences determine the economic viability of building an operation in a foreign country and they have a particularly strong impact on HRM in that operation. A number of factors that affect HRM in global markets are identified: (i) Culture (ii) Economic System (iii) Political System -the legal framework and (iv) Human capital [5] consistent with the scope of human capital (the skills, capabilities or competencies of the workforce). This is in consonance with the believe that competency-based human resource plans provide a source for gaining competitive advantage and for countries profoundly affect a foreign country's desire to locate or enter that country's market [5] . This partly is why Japan and US locate and enter the local markets in South East Asia and Mexico respectively. In the case of developing countries, globalization poses distinct challenges to governments, the private sector and organized labor. These challenges, which must be addressed through a strategic approach to human resource management, include (i) Partnership in economic recovery especially in South East Asia (ii) Concerns over possibility of fraud in E-commerce (such as issues of confidence and trust) and (iii) Implementing prescriptions for recovery and growth taking in to consideration the development agenda and unique circumstances of individual country.
B. Globalization and Migration
Migration is defined as, "the temporary or permanent movement of persons between countries to pursue employment or education (or both) or to escape adverse political climates" [12] . These authors note that migration causes brain drain, which is the loss of educated and highly skilled citizens to other countries. In African countries we have lost very many well trained human resources in key positions to developed countries. They have been lured by better pay and working conditions as well as the promise of a better life. This 'skill poaching' by the developed countries has had detrimental effects in the production, community service sector, as well as in education at the higher levels. In the public universities the scenario is the same whereby key trained lecturers are moving to other countries with a lot of ease and many of those who go out for education opt to remain outside. The United Nations Population Division [18] produced the world migrant stock that showed the number of migrants had increased from 16,351,076 in 1990 to 17,068,882 in 2005. High income countries use skilled migrants to fill occupational shortages that cannot be met by training resident nationals. Migrants take with them skills in critical demand. In African countries, we have lost a good number of well educated people who have migrated, which means the loss of leaders, innovators and household heads which has its own social and political costs. The social costs include the loss of social cohesion, dynamism and growth potential of the economy. A recent study of the Organization for Economic Cooperation and Development (OECD) suggests that "emigration of highly skilled workers may adversely affect small countries by preventing them from reaching a critical mass of human resources, which would be necessary to foster long-term economic development" [16] . Emigration deprives governments of tax revenues, depleting the quality of public services and preventing society from earning a return on money invested in the education of migrants. In a report entitled Least Developed Countries (LDCs) [15] economic growth and the creation of employment opportunities for educated manpower in LDCs appears to be closely associated with slower rates of brain drain. The report indicates that the reasons for brain drain are slow economic growth and political instability, especially in Africa. The low level of pay and the huge and widening gap between earnings in LDC's and those in developed countries are also to blame. [10] Report that 40,000 scientists and engineers from developing countries are employed in research and development in high income countries, compared with 1.5 million who are working in their home countries. About 70,000 professionals and university graduates are thought to leave Africa each year to take up work in Europe or North America [9] .Therefore is clear from statistics that globalization has had own negative effects on the growth of labor pools in Africa countries and this would explain the reasons why they progress so slowly.
III. HUMAN RESOURCE NEEDS AND STRTEGIES FOR DEVELOPMENT IN AFRICA
For the development and human resource in Africa: What is the current state of staffing in terms of numbers, knowledge, skills, attitude, etc in the Public service in African countries? To answer such a question one would need to undertake a comprehensive stock-taking and analysis of Public Service employees in every country. This paper cannot claim to have conducted such an extensive and laborious exercise. Reading through Public/Civil Service Reform documents in a number of African countries, it is evident that the public Service has for long been experiencing difficulties in recruiting and retaining competent staff let alone talented ones. The situation may vary from country to country but it is generally acknowledged that recruiting and retaining professionally knowledgeable, skilled, committed, talented, and motivated personnel in the Public Service constitutes a daunting challenge in African countries. The worrying concern is that existing levels of talent in the Public Service in many countries in Africa cannot support and sustain the achievement of the development aspirations of the continent, let alone the Globalizations challenge as well as Millennium Development Goals. Another worry may be expressed in What are the governance issues that must be addressed in order to provide a context that is conducive for the Public Service to be attractive and to recruit and retain the best?
For human resource need for development in Africa: The following are the basic need to adapt: (i) The Critical human capacity needs for effective performance in the Public Service: Beyond numbers of Public servants, human capacity refers to knowledge, skills, attitudes, networks and cherished values as well as institutions, systems structural arrangements as well as tools and logistics, are highly recommended. (ii) Strong and committed Public Service leadership at all levels: Capable of coping with the complexity and conflict contained in the context of globalization, and dealing with all forms of diversity including gender, race, and ethnicity. (iii) The Knowledgeable, skilled and committed policy advisers: Given that governance and public administration includes the higher-order tasks of providing policy advice and critical assistance in developing grand designs of society and nations, one of the primary roles of the public service is to ensure a capacity to develop policies and strategies, forecast and anticipate future trends, react to rapidly changing global and local conditions, be creative, challenge the status quo and be self-critical, (iv) Human Resource Management professionals: In most Public Services in African countries, positions responsible for forecasting, planning, developing, and managing the human resources are occupied by individuals who are not professionally qualified to manage the human resource. Consequently the basics in personnel management, let alone human resource management are ignored. This is the case in personnel records, human resources data and information processing, human resources development including training, succession planning etc. The Public Service requires professionals capable of adequately supporting the human resource management function if the Service has to develop strategies for attracting, recruiting, developing, motivating and retaining the best skilled personnel to man it. (v) Knowledgeable, skilled and ethical financial and other resource managers: In several countries currently there is what may be called a crisis in the area of transparency, accountability, ethics, and integrity especially related to the management of financial resources. (vi) Knowledgeable and skilled information managers: Effective policy and strategy analysis, formulation, planning, monitoring, and evaluation strongly depend on systems, processes, and practices of information management that can avail timely, accurate, well organized, and accessible information. (vii) Public servants who cherish professionalism, ethics and integrity: While skills and knowledge are essential for performing any Public Service function, we must acknowledge that without appropriate values such as professionalism, ethics, integrity, the Public Service will remain under disdain. Inadequate integrity, unethical behavior and lack of professionalism breed and sustain corruption and other forms of malpractices that have characterized the Public Service in many African countries. Many projects and programmes aimed at improving service delivery and reducing poverty in many countries miss their targeted objectives because their resources are embezzled and diverted by officials who lack integrity. (viii) Public servants that are knowledgeable, skilled and committed in executing functions related to ensuring law and order, justice, audit and administrative control: Respecting laws, rules, regulations, and due procedures is a cardinal requirement for a well functioning Public Service system. It is the basis of the rule of law, democracy and fairness. However, its administration is not an automatic given; it requires dedicated and capable personnel. (ix) The need to anchor human capacity on sound, institutional and systemic capacity: However, human numbers, knowledge, skills, attitudes, networks and cherished values do not translate themselves into effective performance capacity unless they are operating within appropriate institutional, systemic, and structural frameworks. If the Public service is not professionalized, it is not easy to attract professionals in it.
Focusing on the Strategic human resource as a response to the challenge of globalization in Africa: The strategic Human Resource Management (SHRM) involves a set of internally consistent policies and practices designed and implemented to ensure that a firm's human capital (employees) contribute to the achievement of its business objectives [1] [2] [3] [4] has developed a more comprehensive academic definition of SHRM: Strategic human resources management is largely about integration and adaptation, its concern is to ensure that: (i) Human resources management is fully integrated with the strategy and the strategic needs of the firm; (ii) HR policies cohere both across policy areas and across hierarchies; and (iii) HR practices are adjusted, accepted, and used by line managers and employees as part of their everyday work. For [8] SHRM refers to "the pattern of planned human resource deployments and activities intended to enable an organization to achieve its goals" [8] . To sum up, it appears that some of the frequently cited fundamental elements of SHRM in the literature are: SHRM practices are macro-oriented, proactive and long term focused in nature; views human resources as assets or investments not expenses; implementation of SHRM practices bears linkage to organizational performance; and focusing on the alignment of human resources with firm strategy as a means of gaining competitive advantage [6] [7] .
IV. CONCLUSION AND RECOMMENDATION
Globalization has its positive side as well as its negative side. It affects the economic dimensions; that is trade, finance, aid, migration and ideas. Increases in these dimensions of globalization, if managed in a way that supports development in all countries, can help alleviate global poverty under certain conditions. However as much as globalization is said to lead to job creation, the jobs created for African countries should strengthening human capacity in the Public Service, as a general subject is complex because countries, even in Africa are not homogenous. Even the public and the private sectors are rarely homogeneous. There are substantial differences even between categories of skills, calling for differential "strategies" for staffing for quality performance in the Public Service. First we need to underscore the primordial role the overall governance environment plays in attracting and retaining the best talent in the Public Service. Governors in all African countries need to be mindful of the relationship between the kind of governance they practice and the quality of the human resource they need. The umbrella strategy required concerns how to revamp the image of the Public Service. As long as the image continues to push the best employees out of the Public Service while at the same time repelling young graduates, efforts of staffing the service for excellent performance cannot be successful. The New Public Management criticism of "rules-bound" administration notwithstanding, it needs to be emphasized that long term strategies cannot be put into effect without a sound institutional framework. It is what lends credibility and decimation to particular actions and measures and thus dispels the impression of "politics as usual ". We need this credibility and legitimating not only to combat the presence or suspicion of clientelism and patronage, but also and most importantly, to enhance the image, prestige, and professional credentials of the Public Service. In practice the term "Staffing" encompasses every activity in human resource management. It includes forecasting human resource needs, planning, prospecting, attraction, selection, recruitment, deployment, human resource development including training, career management and motivation, performance evaluation, discipline, remuneration, promotion and separation. At the same time it also implies a necessary relationship and interdependence between all of the above. Therefore, there is a strong need for a holistic approach. Fragmented measures cannot yield the needed results. They merely lead to waste, in a large number of cases. This underscores the importance of the two critical factors for effective staffing for excellent performance in the Public Service. One is a long-term strategy and the other is a credible and coherent institutional framework in terms of systems and structures, rules and regulations, procedures and processes, policies and programmes. This clearly points to the importance of each country, considering its specific situation, having an appropriate personnel system for managing human resources in the Public Service.
